This paper examines the organizational commitment of female employees of Nepalese Financial Institutions (NFIs) and analyzes the factors affecting the organizational commitment. A structured questionnaire has been distributed to the female employees of NFIs. Financial Institutions have been stratified into three strata namely commercial bank, development bank and finance companies situated at Lekhnath municipality and Pokhara sub-metropolitan city. Stratified random sampling method has been applied for sampling. The sample size for this study is 122. The paper employs 18 statement questionnaire developed by Mowday, Steers, and Porter as measure of organizational commitment (OC) which is used as the dependent variable in the study. Additionally, communication, career development and role of employee, working condition, recognition and reward, role of immediate supervisor and training program as factors of job satisfaction have been considered as independent variables. Descriptive analysis has been used to find frequency, mean, and percentage. Statistical tools like correlation, independent sample t test, ANOVA, and multiple regression analysis have been employed. The study reveals that the female employees in NFI are found to have moderate level of organizational commitment. No significant difference is found in the OC level of the employees by marital status, job position, organizational status, educational level, and service year except the age of employee. The organizational commitment of the employees is found to be effected significantly by role of supervisor and training programme of organization. Moreover, for married employees role of supervisor is found to be important factor for organizational commitment while for single employees training programme is found to be more important.
Introduction
In Nepal banking sectors are playing crucial role in the overall economic development of the country. In the past sufficient number of financial institutions had been grown due to the declaration of liberal policy of Nepal Rastra Bank (NRB), the central bank of Nepal. But nowadays NRB has taken different policy of merger to strengthen the financial institutions of Nepal to compete with the global arena. In twenty first century numbers of females are increasing day by day in employment area irrespective of types of organization. In the same way sufficient number of female employees can be seen in banking sector of Nepal. Today's organization should be very careful about job satisfaction, organizational commitment of employees of their organization for their sustainability in the nation. Research indicates that employees who are fully satisfied with different situation and facility given by their organization are more committed to the organization ultimately leading to productivity of organization. So organization needs to identify the situation of employees and factors of job satisfaction that are greatly influencing the level of commitment of the employees.
Organizational commitment (OC) has nowadays been conceptualized in different ways namely affective component, continuance component, and normative component. Allen and Meyer (1990) , define affective component of OC as employees' emotional attachment to, identification with, and involvement in the organization. The continuance commitment refers to commitment based on the costs that employees associate with leaving an organization. The normative commitment refers to employees' feelings of obligation to remain with the organization. Sheldon (1971) defines organization commitment as an attitude or an orientation towards the organization, which links or attracts the identity of the person to the organization. Mowday, Steers and Porter (1979) considered commitment as an alternative construct to job satisfaction and argued that commitment can sometimes predict turnover better than job satisfaction. Commitment was characterized by three related factors: (1) a strong belief in and acceptance of the organizational goals and value. (2) a willingness to exert considerable effort on behalf of the organization and (3) a strong desire to maintain membership in the organization. Gorden and Denisi (1995) focused their study on a particular component of job satisfaction and union and non-union members working in the same working environment and found that the dissatisfaction was the result of poor working environment as both the group reported similar level job satisfaction (Artz, 2010) Thompson and McNamara (1997) reviewed all job satisfaction studies published in Education administration quarterly over the past six years and their study revealed no significant difference between male and female satisfaction level.
Literature Review
According to Ali, Ewan and Duska (2008) variables such as age, gender, work experience years, organizational position, types of employment and salaries received and benefits were seen as having effects on their job satisfaction. They also found that hospital employees are moderately satisfied with their job and committed to their organization. Sowmya, and Panchanatham (2011) studied factor influencing organizational commitment of employees of public and new private sector banks in Chennai (India) and conclude that bank employees are enthusiastic in reflecting their continuance commitment in their work environment to render maximum service to their customers.
Asmani and Mensah (2013) studied the effect of unionization on employees' job satisfaction and organizational commitment in the Cape Coast and Talaradi Metropolis of Ghana and found on the average unionized employees were more satisfied with their job than nonunionized employees. However a test of significance indicated that two groups did not significantly differ in terms of their commitment and job satisfaction.
Park, Christie, and Sype (2014) studied organizational commitment and turnover intention in union and non-union firms and their study revealed that employees in union firms are more committed to the organization than non-union organization, but they have higher intention to job turnover although the regression coefficients of union variable in commitment and turnover intention are not statistically significant at the conventional level of significance.
This study proposes the following conceptual framework. 
Problems and Objectives
The limitation of this study is less number of sample size because it is confined to a few selected financial institutions which are situated in Pokhara Sub-metropolitan city and Lekhnath municipality. 
Data and Methods
The study is based on primary data collected through well-framed structured questionnaires to elicit the well-considered opinions of the respondents. A total of 150 questionnaires had been distributed of which 122 complete and usable were received, thus sample size of this study is 122. Sample taken for this study is female employees of the Nepalese financial Institutions. Out of which 48 respondents were from commercial banks, 34 from development banks and 40 from finance companies. Stratified random sampling method was used in the study to select the sample. In this study commercial banks situated in Pokhara sub-metropolitan city and Lekhnath municipality are chosen. Nepalese financial institutions have been divided into three strata namely commercial bank, development bank, and finance company. Then after samples from each stratum was taken randomly.
Organizational commitment was measured with Mowday, Steers, and Porter's (1979) eighteen items commitment scale. It was measured on Likert's five points scale ranging from strongly disagree (1) to strongly agree (5). Cronbach's alpha was 0.885.
Multi item variables of job satisfaction was measured on Likert five points scale ranging from strongly disagree (1) to strongly agree (5). Reliability test score for these variables were communication (five items; α =0.665); career development (four items; α = 0.665);
role of employees (four items; α = 0.618); working condition (six items; α = 0.635); recognition and reward (six items; α = 0.840); role of supervisor (five items; α = 0.919);
training program (three items; α =0.826). These alpha values show that measurement are reliable.
The analysis is based on quantitative features. The frequency, percentage, means, ANOVA, independent sample t-test, correlation and multiple regression were employed to analyze the final result of quantitative method. The specification of the multiple regression model used in the study is as given below:
Where, OC = organizational commitment, Com= communication, CD= career development, RE= role of employee, WC= working condition, RR= recognition and reward, RS= role of supervisor, TP= training programme. α = constant, β 1 , β 2 , β 3 , β 4 , β 5 , β 6 , β 7 = beta coefficients and e = error term The variable V1 is found to be significant with V2, V3, V4, V5, V6, and V7 at one percent level of significance and with V8 at five percent level of significance. The variable, V2 is found to be significant with V1, V3, V4, V5, V6, and V7 at one percent level of significance and not significant with V8. Similarly, the variable V3 is found significant with V1, V2, V5, V6, V7, and V8 at one percent level of significance and with V4 at five percent level of significance. V5 is found significant with V1, V2, V3, V4, V6, and V7 at one percent level of significance and not significant with V8. V6 is found significant with V1, V2, V3, V5, V7 and V8 at one percent level of significance and with V4 at five percent level of significance. V7 is found significant with V1, V2, V3, V4, V5, and V6 at one percent level of significance and no significant with V8. V8 is found significant with V3, and V6 at one percent1 level of significance and with V1 at five percent level of significance and no significant with V2, V4, V5, and V7. Table 4 presents the output of One-way ANOVA test used to test for difference in mean scores of organizational commitment by factors education, service year, age, job position and organizational status of the female employees. The ANOVA value (F=0.927) shows that there is no significant difference in the level of organizational commitment of employees with respect to educational level. The results reveal that F-statistics associated with only the factor age is significant. Hence, organizational commitment is found to be significant difference only by age of the female employees. Other factors like education, experience, and job position of female employees seem not to influence their organizational commitment.
Discussion and Analysis
The ANOVA value (F=0.635) shows that there is no significant difference in the level of organizational commitment of employees with respect to service year. The ANOVA value (F=3.373) shows that there is significant difference in the level of organizational commitment of employees with respect to age at five percent level. The ANOVA value (F=0.011) shows that there is no significant difference in the level of organizational commitment of employees with respect to job position. The ANOVA value (F=1.995) shows that there is no significant difference in the level of organizational commitment of employees with respect to organization status. The independent variables are measures of job satisfaction. Table-5 above shows the result of multiple regression analysis for showing the relationship between organizational commitment and job satisfaction variables. In case of Model I, only the variables role of supervisor and training programme are found to be significant. Both the variables have positive relationship with organizational commitment as indicated by sign of their beta coefficients. Hence, the results reveal that organizational commitment of the female employees can be increased by improvement in role of supervisor and training programmes. Among the two variables, role of supervisor is of relatively higher significance. Additionally, in Model II only the variable role of supervisor is significant. It indicates that organizational commitment of married female employees is positively related with role of supervisor. Similarly, in Model III only the variable training programme is significant with positive beta coefficient which indicates that organizational commitment of single female employees is positively associated with training programme offered by the financial institution.
For Model I, the value of R-squared is 0.534 which indicates that around 53 percent of variation in organizational commitment is explained by the measures of job satisfaction used as independent variables in the model. The value of F-statistics of 8.685 is significant at one percent level of significance indicating adequacy of the model fit. Similarly, the value of R-square and F-statistic which are 0.686 and 6.873 respectively for married female employees show that the model is significant at one percent level of significance. For single female employees, the value of R-square and F-statistic are 0.556 and 4.112 respectively and show that model is significant at one percent level of significance.
The above table shows that there is no significant difference in the level of organizational commitment of all female employees with respect to communication, career development, role of employee, working condition, recognition and reward. There is no significant difference in the organizational commitment of married female employees with respect to communication, career development, role of employee, working condition, recognition and reward and training programme. There is no significant difference in the level of organizational commitment of single female employees with respect to communication, career development, role of employee, working condition, recognition and reward, role of supervisor.
As only the variables role of supervisor and training programme are found to be significant in all of the above three models, further analysis include the relationship between organization commitment and various items of role of supervisor and training programme. Two additional multiple regressions were run employing organizational commitment as dependent variable and items of the two job satisfaction measures role of supervisor and training programme. The outputs of the models are described in following sections. 
Conclusions and Recommendations
This study revealed that the female employees of Nepalese Financial Institutions have no significant difference in level of organizational commitment of married and single employees, however mean values indicate that single employees are more committed to organization than married employees. While analyzing influence of demographic variables on organizational commitment, no significant difference was found in the organizational commitment of employees by marital status, job position, service year, education and organizational status except age of employees. Moreover output of regression analysis showed that organizational commitment of employees was not found to be effected significantly by communication, career development, role of employee, working condition and recognition and reward. Role of supervisor and training programme are found to be significantly effected in the organizational commitment of employees. So it can be inferred that role of supervisor and training programme are more important to increase the organizational commitment of employees of NFIs. This study also found that for married employees role of supervisor is more important whereas for single employees training programme is more important. So it can be suggested for organization that it will be better to focus on role of supervisor and training programme to satisfy their employees which will ultimately lead to organizational commitment of employees. Furthermore future researcher can have direction toward the exploration of influence of other variables of job satisfaction not considered in this study on organizational commitment of financial Institutions across the country.
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